and knowledge management (KM) are well recognised in the popular and academic press to achieve competitive advantage. Although organisations are applying many skills and practices to address the problems for the achievement of competitive advantage, but unable to focus on the measurement and relationship aspects of LC and KM. Many organisations are succeeding and achieving their goals and targets generally with their human resource skills, and particularly with LC and KM. But there are no methodologies for their measurement aspects to plan for the required human resource with necessary competencies as per the desired organisational goals.
Introduction
The world economy is opened through liberalisation, privatisation and globalisation. The natural business thrust is increasing towards the development of core competencies to achieve competitive advantage. Organisations must be capable enough to sustain in the dynamic change environments of the complex business world. Ability to respond for faster changes and achievement of success are became critical to any business in the world. The popular and academic press has recognised leadership capability and knowledge management as core competencies that acts as enablers to achieve competitive advantage. Organisations are succeeding through these core competencies and achieving competitive advantage through their human resource in the present business dynamics. The leadership capability and knowledge management that are existing in the human resources as core competencies, enables the organisational human resource to work in the diversified work cultures around the globe to achieve competitive advantage.
Though the basic need and importance of leadership capability and knowledge management are already identified, but there is no formal methodology to attempt for their measurement aspects, and to investigate for their relationship. Hence there is a basic need to the (i) development of process model, (ii) development of a measuring instrument, (iii) some research efforts to investigate for the relationship between the leadership capability and knowledge management.
Leadership capability and knowledge management are two most important core competencies that can lead into the competitive advantage. Organisations are striving to achieve and maintain them for long term as wealth. The leadership capabilities can create conducive atmosphere that allow all employees to readily exercise and inculcate knowledge management skills. This environment enables the employees to contribute their own tacit and explicit knowledge for the success of organisational goals. Continuous efforts in these lines can be developed as powerful human resource with leadership capability and knowledge management to achieve long-term competitive advantage and sustainability.
Organisations must be capable enough for dynamic changes in the ever-growing turbulent business world. Leadership capability and knowledge management are identified as core competencies that are essentially required in the dynamic change environment. But in the successful organisations the leadership capabilities and knowledge management are essentially required from all levels of employees to provide the right knowledge at right time for right decision-making to meet the organisational and personal goals as strategic fit.
In the present dynamic and turbulent world, economy is based upon the flow of intellectual skill of leadership and knowledge, but not on financial capital. Human resource and human values have to be given top priority. Every function, process, industry and region of the world are developing. Industrialised and advanced nations are alike, and experiencing profound changes in the way they lead and manage the most precious resource, the human talent.
The research in the fields of leadership and knowledge management are ever growing and increasing autonomously. Many researchers carried out study on leadership capability and knowledge management independently and added value to these two concepts. But, very few researchers (Crawford, 2002 (Crawford, , 2004 Gupta, 2001; Halal, 1998; Holowetzki, 2002; Malhotra, 2003; Politis, 2001; Gupta, 2007; Suri Babu et al, 2007a, b, c) have attempted for the development of process models, conceptual relationship and highlighted their importance, in practical aspects.
Leadership capability and knowledge management are more of a human process, functional, experience and practice oriented that navigate and networking than the traditional command-and-control systems with which people were familiar earlier. Hence, effective and efficient combination of both leadership capability and knowledge management can ensure the employees to learn and work better to achieve organisational goals (Worachat et al., 2006) . By considering the above facts with the organization's vision and strategy, goals and objectives, alignment of leadership capability and knowledge management were found essential. This calls for some efforts, on measurement and analysis to investigate for the relationship between leadership capability and knowledge management. Hence, process models have been developed by considering a few human values in the organisational context and attempted for the measurement with common outcome variables. Prime data is collected through the questionnaire, structured interviews, workshops and personal interactions in the three major public sector undertakings. Data analysis carried out and the results are presented. Finally, it is discussed on the research findings, limitations and their implications.
Leadership Capability
The core part of leadership is associated with change. It is not a small change, but a significant change. Leaders must have skills to support the growth and development of others, besides self. Leaders are made, not born, but the way they develop is critical for organisational change (David and William, 2005) . Most developmental psychologists agree that whatever differentiates leaders is not: (i) philosophy of leadership, (ii) personality, (iii) style of management. Rather, it is their internal "action logic" -how they interpret their surroundings and react dynamically. Different leaders exhibit different kinds of action logic, the ways in which they interpret their surroundings and react, when their power or safety is challenged. David and William (2005) carried out research on thousands of leaders and observed their action logics.
Leadership plays a key role in the delivery of core functions of the organisation. This provides vision, direction, quality policy and delivery schedules. Traditionally, leadership was perceived as a set of powerful skills and capabilities for influencing individuals and preserving power. This would influence the behaviour of others, from whom they would receive -admiration, recognition and loyalty. This concept is based on common sense, helped to create the mysteries, myths and attractions associated with the idea of leadership. It is universally believed that most individuals can become leaders, and actual leadership has nothing to do with the mastery of rare abilities, but rather, the leadership capability can be expressed through continuous learning and real life experiences.
Leadership capability refers to essential resources, support and direction from the organisation, in order to achieve effective performance, including human resource power at all levels. It also implies that the organisations have the processes and systems in place for a leadership process to be executed successfully. Efficient leadership capability is necessary to understand, enhance, improve and sustain the individual, team and in turn organisational performance.
Interest in leadership is practical and involvement is essential in every organisation. Leaders facilitate and help to get the job done successfully in their organisations. For over 50 years, social scientists have been studying leadership by analysing group communication patterns and culture. Most of the people in the organisations are increasingly confronted with the question of how to measure the leadership at all levels. A review of research in this area (Vance and Larson, 2002) concluded that leadership can have major influence on the performance and outcome of the organisations. The literature suggests that the measurement of leadership capability can quantify the effectiveness of leadership or leadership styles through core skills, emotional intelligence and strategic planning and execution (Teri, 2006; Suri Babu et al., 2007d) . Leadership capability is one of the most important indicators for the measurement of leadership (Richard and Jo-Ann, 2007) .
Knowledge Management
The definition of knowledge must include at least three concepts (Ladd and Mark, 2002) . First, it must point out that knowledge is more than data and/or information. Second, it must describe the tacit and explicit nature of knowledge. Finally, it must describe personal nature of knowledge (Nonaka and Teakeuchi, 1995) . Devanport and Prusak (2000) defined knowledge as: "a fluid mix of framed experience, values, contextual information, and expert insight that provide a framework for evaluating and incorporating new experience and information. It originates and is applied in the minds of knower." This definition also addresses key cultural components of organisations. These factors include the varied experiences, values of the members, a framework for evaluating and incorporating new experiences, flow of information through embedded routines, processes, practices, and norms, where leadership capabilities are essential as basic need in the organisation.
One of the challenges of knowledge management is that of involving people together, to share their knowledge, especially the tacit knowledge. Generally, people will not give up their hard-earned tacit knowledge, when it is one of their key sources of personal advantage. In some organisations, sharing is natural, but not common. This may be due to the leadership capability in those organisations.
Knowledge generation and sharing are not new concepts because these are the most important intellectual assets of human resource to process information (Hayek, 1945) . In the 1960s, it was becoming apparent that rather than the semi-skilled production work, the amount of knowledge held by groups of individual workers was becoming more important to organisational success. This argument is supported by Drucker (1969) who stated that "Knowledge is the central capital, the cost centre and the crucial resource of the economy". More important are: the dynamics of information and knowledge; how people assimilate it; exchange and combine it to make new things out of it.
Since man began to interact with his environment, whatever he knew was essential for survival. The knowledge potential is the ability to focus upon individual and collective, more explicitly, knowledge management. Because of the multiplier effect of knowledge, the more it is generated and shared, the more it grows. Hence people are evolving views of knowledge management development that demands for the core competence from the human thinking. Organisations have already identified that they cannot survive in the modern knowledge era unless they have KM strategy for managing and leveraging value from their intellectual assets to achieve competitive advantage (Knox Haggie, 2003) . And, knowledge generation and knowledge sharing are the most important and key issues of knowledge management (Gupta, 2005; Suri Babu et al., 2007c) . Therefore, the crux of knowledge management is knowledge generation and knowledge sharing efforts.
Development of Process Model
For the success of KM initiatives, it is necessary to develop leadership capabilities at all levels of functionality or accountability (Holsapple and Joshi, 1999; Nonaka, 1994) . In the context of knowledge management, Nonaka and Konno (1998) stress that leadership capabilities are essential for successful knowledge management, because it is the task of organisation to create enabling conditions. Knowledge generation and sharing are the key factors for the measurement of knowledge management (Gupta, 2001; Suri Babu et al., 2007e) . Leadership capability has a greater role to play in the success of knowledge management (Teri, 2006; Suri Babu et al., 2007a) .
The role of human resource in the organisations is one of the most important and complex to be managed in the dynamic environment. The behaviour of people is often influenced by their beliefs, values, attitude, organisation culture and environment in which they work. Influencing people should lead and drive to changes in values, attitudes and ultimately the way in which knowledge is managed. Trying to get people to do things differently is not so straight forward because people can easily fall back on defensive routines (Argyris, 1990) . In a recent study, Hwang (2003) believes that unlearning is often as difficult as learning, if not more. To get people to change the way that they do things will also require a level of willingness from the individuals. People need to feel valued, that they belong in a community and that their involvement is challenging and rewarding (Goffee and Jones, 2001) .
The importance of human values is more today than ever before because of the increasing dominance of materialism and its possessiveness, though it seems to be a buzzword. Most of the successful organisations have been following the path of human values oriented practices, in their functioning. The human value orientation creates knowledge-based culture, which is essential for enabling significant knowledge sharing to take place. But, leadership capability should support the knowledge management (Teri, 2006; Suri Babu et al., 2007c) , which has not been seen much in the existing literature.
The leadership capability is enriched by listening and paying attention to the opinions and experiences of others, by expanding their mental perspectives, by participating, reading and discussing not only about job related matters, but also on all these as ways to allow new ideas to enter and develop the minds of people at all levels in the organisations (Hasan and Grace, 2006) . This gives an indication to relate leadership capability and knowledge management. And leadership capability is the robust and objective way of measuring leadership or leadership styles that provides a comprehensive report on strengths, weaknesses and effectiveness.
The development of KM model demands that knowledge can be obtained, produced, shared, regulated and leveraged by a steady conglomeration of individuals, teams, processes and information technology. But still, to be effective, KM should fit in the overall organisational culture and structure (Benbya and Nassim, 2005) . The first and early adopters of KM have been large consulting companies. Today, such systems are used in a variety of areas such as medical, engineering, product design and development arena (Hendriks and Vriens, 1999; Devanport and Prusak, 2000; Tiwana and Ramesh, 2000 Babu et al., 2007b) . A deep understanding of these concepts would help to design and implement efficient KM initiatives and systems.
A process model is developed with human values as antecedents and common outcome dimensions for leadership capability and knowledge management. The leadership capability concept is developed as process model with core skills, emotional intelligence and strategic planning and execution as antecedents. And, the knowledge management concept is developed as a process model with knowledge generation and knowledge sharing as antecedents. Efficacy, Trust, Involvement, Participation and Satisfaction are taken as common outcome dimensions for both the leadership capability and knowledge management processes. The process diagram is as shown in Fig. 1 .
Expansions of abbreviations shown in Fig. 1 are given in Table 1 .
Research Methodology
The research methodology is framed with a research question, one hypothesis, data collection through an instrument developed for this research purpose, sample design, reliability analysis and data analysis. These are given in the following subsections, and reliability analysis and analysed results are presented in the next section.
Research question
• Is there any relationship between leadership capability and knowledge management?
Hypothesis
The null and alternate hypothesis are formulated as follows:
• Null (H 0 ): There is no significant relationship between leadership capability and knowledge management.
• Alternate (H 1 ): There is a significant relationship between leadership capability and knowledge management.
Measuring instrument
A separate questionnaire is developed to meet the measurement requirement of this specific research problem, as there is no direct instrument available. This is designed with two sections where first section consists of eight demographic variables, dealing with personal information, viz. name, designation, age, gender, marital status, experience, qualification and function. The second section consists of 133 items that can provide perception of the managers of the organisation about their leadership capability and knowledge management. All these items are rated using a five point item-wise Likert-like scale with anchors labelled as 1 = never, 2 = sometimes, 3 = moderately often, 4 = often, 5 = very often. Many efforts were made to capture the leadership capability and knowledge management through the perception of all levels of managers.
Sample
Many organisations had succeeded with leadership capability and knowledge management and many might have failed due to lack of these competencies. Hence three successful and major public sector undertakings have been chosen for this research study. The sampling is convenience but random with personal interaction and discussions. The purpose of this study is highlighted in a series of workshops conducted in these selected organisations. Questionnaire is administered and got it filled with personal interactions and discussions. The same process has been followed in all the three establishments, and collected this prime data through the questionnaire from 265 respondents. Only 247 answered questionnaires have been considered, because of their completeness.
The respondents are from both genders, belonged to five different functional groups, and three management levels in their organisational hierarchy. The collected data is divided into three age groups, three levels educational qualifications, and three different groups in the years of experience. The age of the respondents varies from 20 years to 59 years that covers a range of 1-30 years of work experience with various management levels. This sample covers a wide range of spectrum of employee population that can give a reasonable result for this research study.
Analysis and Results
The reliability test for the questionnaire and data analysis are carried out with the Microsoft Excel spread sheets and SPSS software. The results are presented and discussed in the following subsections.
Reliability
The questionnaire is validated for its reliability, and its Cron-back Alpha found is 0.9703 (N = 247). This value enabled to proceed further in this research areas, as the reliability of the questionnaire found is very high.
Mean and standard deviation (SD) scores
A summary of mean, standard deviation, range of values are tabulated for N = 247 and given in Table 2 . In the antecedents category, emotional intelligence and knowledge sharing are having maximum mean values of 3.66 and 3.53. The mean value (3.52) of knowledge generation (KG) is more than the mean value (3.14) of knowledge sharing. In the process variables category, the mean of leadership capability value (3.39) is higher than the mean of knowledge management value (3.33). In the outcome dimensions category, involvement (I) has maximum mean value of 3.69 and efficacy (E) has least mean value of 3.12. The overall outcome variable has mean value of 3.42.
Organisation wide mean and SD Scores
The organisational wide mean and SD values are tabulate in Table 3 . By comparing antecedents category of leadership capability, the mean value of emotional intelligence values (3.63, 3.71, 3.70) are maximum, followed by strategic planning and execution and core skills in all three organisations. In all the three organisations, mean value of knowledge generation is higher than the knowledge sharing. Mean value of leadership capability is higher than the knowledge management in organisations A and C. In organisation B, mean value of knowledge management is higher than the leadership capability. In the outcome category, mean value of involvement (I) is maximum and efficacy (E) is least in all three organisations.
Manager level-wise mean and SD scores
The entire data is divided into three manager levels as per their designations and tabulated in Table 4 . By comparing antecedents of leadership capability process, the mean value of emotional intelligence (EI) values (3.39, 3.31, 3.58) are maximum for all three levels of managers. In all the three manager levels, mean value of knowledge generation (KG) value is higher than the knowledge sharing and mean value of leadership capability is higher than the knowledge management. In the outcome category, mean value of involvement (I) is maximum and efficacy (E) is least in all three manager levels.
Functional group-wise mean and SD scores
As the data is collected consists of various functional groups of the organisations, it is divided into five groups based on the functionality of work. The data is tabulated for N = 247 in Table 5 .
In the antecedents category, the mean values of emotional intelligence (EI) are (3.67, 3.64, 3.67, 4.07, 3.58) and maximum for all the five functional groups; marketing sector has highest value of 4.07. For all the functional groups, mean value of knowledge generation (KG) is higher than the knowledge sharing. In the process variable group, the mean value of leadership capability is higher than the knowledge management in all the five functional groups. There is an increasing trend from R&D to maintenance to production to marketing in the mean values of leadership capabilities. Similar trend is observed in knowledge management also, in the same order. In the outcome category, the mean value of involvement (I) is maximum; marketing 
ANOVA analysis
ANOVA analysis is carried out with dependent variable as knowledge management and independent variable as leadership capability. This analysis results are tabulated in Table 6 . These results indicate that the probability of F statistic value is 208.195 (Col. 5) indicates that the overall regression relationship and its significance value in Col. 
Regression analysis
Regression analysis is carried out for N = 247 and summarised in Table 7 . Regression analysis is carried out with dependent variable as knowledge management and independent variable as leadership capability. The results are tabulated Table 7 . The estimated R squared value of 0.8111 indicates that the 81.11 percent of variation in the knowledge management variable can be explained by the variation in the score of leadership capability. The other 18.99% of the variation is uncounted for the model and can be explained by some other factors.
Correlation coefficients
Correlation among process variables, LC and KM; outcome variables: E, T, I, P and S are tabulated in Table 8 for N = 247.
The correlation coefficient value of more than 0.18, between the variables is treated as significant (Hair et al., 1990) . Therefore, all the variables shown in above have high correlation coefficient values. This indicates that the common outcome dimensions are relevant to both the processess of LC and KM.
The highest coefficient value is 0.8859 between leadership capability and knowledge management. This confirms a positive correlation relationship between leadership capability and knowledge management. This test is supporting for the alternate hypothesis also. 
Conclusions
This research study reveals that a significant relationship exists between leadership capability and knowledge management. It is understood from this study that the emotional intelligence plays a vital role in leadership capability, and knowledge sharing contributes maximum towards the knowledge management. Some of the findings in this research work are matching with the earlier research available in the literature (Politis, 2001; Crawford, 2004; Gupta, 2005) . This relationship enables to know about the power of human resource to achieve the organisational goals. Also, this research efforts provides a baseline awareness about the core competencies and competitive advantage that are existing in the form of leadership capability and knowledge management in the organisation. The process development and measurement efforts give an insight into the competitive advantage, long-term competitive advantage and sustainability, through measurement of leadership capability and knowledge management, and their relationship. This research work will be of interest to organisation who is currently developing their human resource thinking on leadership capability and knowledge management that are aiming to achieve competitive advantage and sustainability. Continuous research and their measurement efforts shall enable to predict these advantages in long-term competitive advantage through value addition.
Limitations and Implications
Due to complexity in the process development and measurement, only few antecedents and outcomes have been considered. In order to improve this research work, more number of antecedents and outcome variables can be considered. More data can be collected from Government, Private and Service sectors to achieve more clarity on the relationship, and to generalise this area of research.
The antecedents taken for leadership capability and knowledge management can further expanded by considering these as macro-antecedents to achieve more clarity on the processes. Further study is essentially required with respect feed back to find the variations in all the variables in the process model. Further, this research can be continued with a bigger sample space to achieve more clarity on the process development and measurement aspects. Some more research efforts are essentially required in these lines to measure, predict and estimate the long-term competitive advantage through leadership capability and knowledge management.
Top management must be aware of the human resource skills in the areas of leadership capability and knowledge management in any organisation. Whether the knowledge generated is shared or not depend on the leadership capability at all the levels of the management. Though many organisations are aware of the need and necessity of leadership capability and knowledge management, their measurement aspect became a challenging and great area in the management research. These are essentially required to know about the competencies of their human resources in any organisation to meet the goals successfully and in time. These measurement efforts act as enabler to the availability of the right knowledge at right time for the right decision-making, but more clarity is required towards leadership capability and knowledge management concepts.
The measurement efforts made in this research through process development and questionnaire development provide an insight into the complex processes of the leadership capability and knowledge management. The measurement and relationship aspects enable to plan for the necessary human resources as per the organisations goals and timely targets. Necessary cultural changes at the organisational levels can also be planned to achieve competitive advantage in the dynamic change environments of any business. Continuous improvement efforts in these lines can ensure long-term competitive advantage and sustainability also.
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